Companies across the world are struggling to keep the employees engaged and retained to their work. Moreover, today's workforce is increasingly seeking intrinsic benefits beyond the material rewards of a job. In this context, this study aims to assess the relationship between organizational citizenship behavior (OCB), workplace spirituality (WS) and job performance (JP) in a non-Western setting where primary quantitative research was conducted in an Indian setting. The sector under study was Banking, Finance, and Insurance Services (BFSI), given retention issues since the financial crisis of 2008. A statistically evaluated sample of 433 respondents was utilized to attain the findings. Results revealed a statistically significant positive relationship between OCB, WS and JP that was achieved through regression analysis. However, findings also showed that OCB is not a moderator between WS and JP. The gap in the research was addressed given the lack of studies determining the impact of OCB on individual job performance. Further, the impact was positively highlighted in the Indian context. The implications to the BFSI sector were made that required companies to promote a culture for voluntary work practices to enhance JP.
INTRODUCTION
In the contemporary fast-paced business environment, the organizations are challenged to design and implement the workplace policies that enhance employee engagement. The employee engagement has been considered imperative for the individual performance of the employees in the workplace (Dajani, 2015) . Without employee engagement, the organizations cannot attain the business strategy objectives that are vital for improving the organizational performance (Campbell & Wiernik, 2015) . Furthermore, workplace spirituality (WS) is one of the significant constructs in ensuring the employee motivation and engagement in the organizations as noted by previous researches, so it is important to determine the role of WS in the organization.
It is essential to focus on the WS given the changes in the work environment that have resulted in psychological challenges needed to focus on work. The academic studies in the past two decades have observed that there is turbulence in the psychological contract between the employee and the employer (Giacalone & Jurkiewicz, 2003) . As a result, some outcomes are reengineering, downsizing, and the emergence of new technologies (Giacalone & Jurkiewicz, 2003) . The need of workplace spirituality is therefore realized to address the disruption in the psychological contract and to encourage the meaning of workplace spirituality in the workplace at both the individual and the organizational level.
The organizations in the contemporary business environment are encountering challenges to operate in an uncertain competitive environment where companies strive to engage employees and retain them. Workplace spirituality is one of the means to engage employees while also fostering community. Particularly, the construct of workplace spirituality is to enable the employees to perform beyond their job roles, which tend to cultivate a positive change in the organization where the connection between workplace and employees is amplified. Therefore, it is important to focus on the spirituality of performance as it can promote employee engagement. In turn, increased employee engagement enhances the performance of employees while also influencing the overall organizational citizenship behavior.
PROBLEM STATEMENT
The earlier studies in a similar context have explored the relationship between workplace spirituality and employee performance. However, the gap is identified since there are no studies in non-eastern settings to determine the relationship between workplace spirituality and job performance. The interest in the study revolves around the notable gap where the concept of OCB is not considered to determine workplace spirituality and job performance. In the literature, Gull and Doh (2004) acknowledged that workplace spirituality is associated with higher levels of achievement regarding personal and organizational context. It is important to explore the concept since failure to develop a connection with the organizational life can lead to a loss in commitment, adversely influencing the job performances.
By focusing on workplace spirituality as a phenomenon under study, the research attempts to determine the chances that employers have to engage employees. Likewise, another purpose is to promote trust in the organization. Furthermore, workplace spirituality could also enhance confidence to increase the participation of employees in accomplishing the objectives of the organization. In addition, this use could also contribute to a higher level of community satisfaction that would be achieved due to organisational citizenship behavior. There is evidence where Creswell (2016) highlighted that meditation training is one of the techniques comprising self-transcendence, concentration, and mindfulness as integral components of spirituality to increase workplace spirituality. Then, it could be argued that workplace spirituality could be effective both physically and psychologically for the workplace and practising individuals
OBJECTIVES OF THE STUDY
Previous studies have focused on workplace spirituality. Here, the relationship with the employee performance is evaluated. Yet, there is a lack of evidence regarding the role of workplace spirituality on job performance and organizational citizenship behavior within a complex work environment. By conducting this research, organizations and scholars could be assisted in creating best practices and policies that nurture workplace spirituality. For instance, professionals could consider incorporating workplace spirituality in their organizational culture to engage employees. The concept of complex organizations refers to the organization that has two or more people who perform specialized tasks. Additionally, these individuals are under different management functions within multiple hierarchies to achieve the common goals of the organization.
The objective of the study is to evaluate the phenomenon in the context of Banking, Financial Services and Insurance (BFSI). The reason for choosing this sector is that these areas are experiencing negative growth after the global financial crisis of 2008. It has been illustrated in the report of Deloitte (2014) that the BFSI had encountered serious challenges post-financial crash and it is struggling with employee retention and performance. In addition, the reports also acknowledge the need to create interventions for BFSI sector to retain employees and increase performance. In this regard, the objective of the research is to evaluate the role of workplace spirituality on job performance and organizational citizenship behavior in the context of BFSI to determine whether it can be considered as an intervention to improve performance in the companies.
LITERATURE REVIEW

Defining spirituality
For understanding workplace spirituality one is required to define the concept of spirituality. This term defined by Guillory (2000) as a different phenomenon than religion, which nourishes the inner life of people. Likewise, Cash and Gray (2000) noted that religion is a broader concept that is far from spirituality, which comprises an association of organizational structure and specific rites and rigours. In addition, spirituality is considered as being derived from the inner consciousness that is beyond the learnt and taught belief systems. On the other hand, Thompson (2000) describes spirituality as including ethics, character, and awareness to give oneself for the benefit of others. It can also be claimed that religion is a framework to achieve spirituality.
Defining workplace spirituality
The concept of workplace spirituality is gaining momentum and is highlighted by scholars in academic research because of its association with employee engagement. Regarding workplace spirituality, there is a theoretical framework discussed in the literature, which identifies a number of factors associated with workplace spirituality. Petchsawang and Duchon (2009) identified four components of workplace spirituality that include mindfulness, meaningful work, transcendence, and compassion. The authors define workplace spirituality as a means to increase engagement through compassion towards others and developing an inner consciousness in the pursuit of meaningful work. Positive psychology researchers have examined the pursuit of meaningful work through a focus on mindfulness. In this context, Petchsawang and Duchon (2009) argued that meaningful work refers to the experience of an individual that their work is a significant and meaningful part of life. The similar argument has been portrayed by Duchon and Plowman (2005) who claim that an individual's work might have meaning beyond the material rewards and, ergo, would be considered as meaningful work.
Another characteristic of workplace spirituality is the mindfulness of work. In this case, Petchsawang and Duchon (2009) argued that meaningful work is produced by being mindful of inner and outside situations encountered by an individual. When the individuals are mindful, some tend to experience flow. According to Csikszentmihaly (1990) , the flow occurs when a person is fully immersed in an activity where they lose track of time. The third component of workplace spirituality is transcendence. This term is defined by Pratt and Ashforth (2003) as a connection to something greater than oneself. When fostered in the organization within the organizational perspective, transcendence enables employees to be part of something larger than their individual input. As a result, these characteristics could enhance employee engagement.
The fourth component of workplace spirituality is compassion, which could be a feeling of care and support towards others. In the context of the organization, compassion has been defined by Lyubomirsky, Sheldon, and Schkade (2005) as engaging in the act of kindness to stimulate reciprocal relationships with co-workers. Consequently, compassion could lead to boosting the shortterm and long-term well-being of the workers (Lyubomirsky, Sheldon, & Schkade, 2005) . Thus, workplace spirituality is a strong foundation for achieving excellence in employee performance since it promotes an employee. Notably, the four core constructs of workplace spirituality provide a rationale for why workplace spirituality acts as a predictor of two-criteria organizational citizenship behavior and job performance.
Organizational level WS
WS in the literature has been evaluated at the individual, group, and organizational level and this section present the WS in the context of the or-ganization. For Gupta (2017) , WS at the organizational level refers to the corporate feeling that is indicative of the work environment of the organization. Moreover, WS has been portrayed by other researchers as an organizational culture that facilitates the employee experience of transcendence and connectedness to produce a sense of completeness and joy (Petchsawang & McLean, 2017; Giacalone & Jurkiewicz, 2003) . This definition by the researchers indicates an organization that creates and nurtures its environment through WS. It has also been argued by Vallabh and Singhal (2014) that spirituality is different among individuals. At the organizational level, this characteristic also applies to the organizations where there are different WS. Walt and Klerk (2014) argued that WS in the organization adheres in terms of benevolence, humanism, justice, mutuality, receptivity, trust, and generativist.
According to Lips-Wiersma and Mills (2014), the organizations with strong WS have a focus beyond capital returns where they focus on what is important and beneficial to the community and human beings. In addition, it has been proposed that organizations with WS have promoted intrinsic values among employees that maintain employee kindness, courage, and honesty. The literature also emphasizes on the four aspects of the WS where Saks (2011) illustrates that meaningful work, mastery, and competence, an aptitude to enjoy integrated life, and a positive symbiotic relationship are associated with the WS. Within the organization, Garg (2017) demonstrated that meaningfulness of work is associated with self-actualization and self-realization. Conversely, work meaningfulness could enable an employee to move beyond the physical and material pursuits of self-actualization. Together, the organizational level WS emerges as a means to promote meaningful practices where employees work beyond their responsibilities for the community and customers.
Benefits of WS
A number of researchers have highlighted the benefits of the WS in the literature. Garg (2017) presented the research results of the study by Moore and Casper (2006) . The scholar argued that the benefits are realized at three levels, which include individual, societal, and organizational. The evidence of the benefits at the individual level has been pointed out by Sheng and Chen (2012) that include increased experience due to self-reflection, self-existence values, and enhancement in relationships between oneself, and the universe. In accordance with this finding, Pawar (2013) uncovered that WS is associated with a number of individual levels including physical, spiritual, emotional, social, ethical, and psychological. The findings of Pawar (2016) also revealed that people are peaceful in this working environment, while they also have similar feelings of others throughout the organization. In this context, Garg (2017) argued that WS has a positive impact on balanced decision making of an individual and work-life balance. The evidence of the group level benefits of the WS has been revealed by Mumtaz (2017) . For example, these findings suggested that strong team bonding is associated with individual development and growth (Mumtaz, 2017) . Additionally, team bonding also reduces the negative emotions that lead to improved organizational performance (Mumtaz, 2017) . A similar argument has been presented by Duchon In the similar context, the research conducted by Sheng and Chen (2012) has also found that the organizations that develop WS and incorporate it in the workplace environment allow employees to devote themselves fully to perform the activities beyond the organizational responsibilities. This achievement could also make employees feel that they are part of the organization (Sheng & Chen, 2012) . The argument is consistent with Karakas (2010) who noted WS could be used as a means to promote organizational performance in terms of achieving organizational objectives and developing a sense of wellbeing among employees while also promoting interconnectedness. Garg (2017) also supported the argument adding that many of the organizations that adapt WS have realised engagement of employees with the organizational operations. The pieces of evidence reveal that there could be a positive impact of WS at the individual, group, and organizational level.
WS -Indian context
The reason for discussing WS in the context of India is based on the limited availability of research conducted on Indian BFSI companies. Yet, there has been a long tradition of practising WS in India given that religious practices and spirituality are preferably embedded in the culture. Garg (2017) identified that some considered that the duty of an individual in the Indian culture is to reflect spirituality. Pandey, Gupta, and Kumar (2016) developed the four constructs that are practised as spirituality in the workplace. The authors noted that the constructs include connecting people for wellbeing, developing a sense of authenticity, sense of community, and gratefulness (Pandey, Gupta, & Kumar, 2016) . Furthermore, it has been proposed that employees work meditatively, therefore, employees could become engaged with the organization. Consequently, the individuals could perform meaningful work that is for inner satisfaction instead of earning income. In this context, Pardasani, Sharma, and Bindlish (2014) argued that the WS practised in Indian context reflects the theory of Karma. This idea postulates that the good and bad of a person is attracted by his moral and immoral actions, respectively. The teachings of Karma could appeal employees to work meaningfully without expecting anything return as the action would result, inherently, in a good return.
The study in this context conducted on the banking company in India by Subramaniam and Panchanatham (2013) found a connection between WS and the core values of employees of the bank. The findings also entail that bank employees have a sense of spiritual fulfilment, which enables them to align with the bank's values and create a spiritual workplace. The argument is also supported by Pardasani, Sharma, and Bindlish (2014) who claimed that there is an association between the Indian spiritual traditions and the dimensions of the WS. These dimensions include transcendence of self, interconnectedness, holistic growth, and alignment with the organizational values (Pardasani, Sharma, & Bindlish, 2014) . Further, some spiritual traditions were also identified by the authors. These traditions were passion and creation, goodness and preservation, and destruction and ignorance (Pardasani, Sharma, & Bindlish, 2014) . These aspects collectively lead to the fearless, calm, modest, pure, self-control, willingness to sacrifice, and to the prevention of envy and greed. In other words, WS is in the Indian workplace is practised given its embedment with religious and cultural tradition along with the evidence from the banking sector that also supports the findings.
Defining organizational citizenship behavior
The second concept that is utilized in the research article is the theory of Organizational Citizenship Behavior (OCB). The citizenship in the organizational context can be defined as an individual employee's behavior that is in association with the goals and policies of the organization. The initial time when the concept of OCB existed was in the works by Barnard in the 1930s. At this time, Barnard perceived these extra-role behaviors as the display of selfless and voluntary behavior of employees towards the achievement of organizational objectives.
The theoretical foundation of the OCB exists in the social exchange theory where the researchers explained the work behavior of the individual employees on the basis of trust. The findings indicate that an increase in trust would extend the goodwill among employees and co-workers (Blau, 1964) . In addition, the trust could foster an environment of positive working relationship throughout the organization (Blau, 1964) . Indeed, employees who had received positive experiences tend to reciprocate the feeling by contributing to the objectives of the organization. Furthermore, the concept of OCB is also defined by Veličkovska (2017) as an engagement of an individual regarding workplace responsibilities apart from the set of duties for which the employee is compensated by the organization. The OCB involves performing tasks without expectation of bonuses offered by the company while contributing to the achievement of organizational goals.
A similar statement has been offered by Organ (2005) regarding OCB. The author explains OCB as a discretionary behavior of an individual that is not explicitly recognized by a reward system of the organization, but it enhances the functioning of an organization. There are four components of OCB as highlighted by Organ (1988) . These factors include altruism, civic virtue, conscientiousness, courtesy, and sportsmanship. Together, those elements benefit the organizations in manners that are not limited to an enriched organizational culture, but they are extended to the customers in the form of customer loyalty. It has also been evidenced by Armario, Castro, and Ruíz (2004) that OCB enhances the ability of employees to interact with the customers resulting in an increased quality of service and promotion of customer loyalty. In addition, OCB promotes the voluntary behavior of employees to engage in extra efforts that would contribute to the success of the organization or contribute to achieving the organizational goals.
OCB dimensions outside Western culture
According to Vaijayanthim, Shreenivasan, and Roy (2014), the concept of OCB differentiates from culture to culture, whereas there might be a few similar dimensions that are shared among the cultures. The study conducted in Taiwan 
OCB dimensions -Indian context
The application of OCB in the Indian context has been evidenced by Gupta and Singh (2012) in the business company of India where they found sportsmanship, courtesy, civic virtue, altruism and compliance as the model of OCB. The findings further stated that the model is not formally implemented in the business environment. Rather, the three dimensions are practised in the organization. Particularly, those dimensions include punctuality, organization orientation, and individual orientation. The organization orientation is associated with civic virtue, sportsmanship, and helping, whereas punctuality refers to the adherence of the work schedule in the organization (Gupta & Singh, 2012) . The individual orientation is practised in terms of courtesy. In this context, Vaijayanthi, Shreenivasan, and Roy (2014) conducted a study to explore the relationship between job satisfaction and OCB in the Indian setting. In this regard, the researchers found that there are four dimensions of OCB that are practised in India except for sportsmanship (Vaijayanthi, Shreenivasan, & Roy, 2014) . In contrast, the findings of Shankar (2016) revealed that all the five dimensions including sportsmanship are practised by the Indian workforce.
Hypotheses development
There are three constructs discussed in the literature that have a multi-dimensional relationship. However, there is a gap in the literature where all the three constructs are not evaluated in the study. Particularly, the literature reveals that there are different elements of WS being practised in workplaces, which benefit at the individual and organizational level (Garg, 2017; Krishnakumar & Neck, 2002) , whereas in places were OCB is practised there are benefits to the organization (Garg, 2017; Krishnakumar & Neck, 2002) . Moreover, the limi-tation of determining whether OCB influences individual job performance (IJP) needs to be evaluated. Furthermore, the Indian context presents a peculiar situation on the conceptualization of the three constructs (WS, JP, and OCB) given differences in culture. Hence, these differences could be based on the unique behaviors linked with those dimensions of the three constructs, which, at face value, seem similar (Bakhshi, Kumar, & Kumari, 2009). Thus, there is a gap in knowledge on the relationship between WS and the contextual aspect of JP. The concept of JP has also been defined as OCB in a situation where OCB extends beyond on-the-job relationships and where constructs that go by the same label actually represent different behaviors (Bakhshi et al., 2009 ). This study separates OCB from JP by conceptualizing it as a separate concept with its own specific dimensions. As such, the distinction could allow for the evaluation of distinct relationship with WS and with JP, but which together with WS affects JP. The researcher has not come across any study, especially in the Indian context, that adopted such an integrative approach to the three. In this regard, the proposed hypotheses of the study are presented below that interrogates the WS, OCB, and JP relationship, whereas a moderating relationship of OCB would also be evaluated.
H1: There is a significant positive impact of OCB and WS on JP.
H2: There is a moderating role of OCB between WS and JP.
METHODOLOGY
Research design
This study encompassed the use of a descriptive research design, which sought to analyse the impacts of WS through the interaction of the observant with the natural or unaltered environment. This approach provides an opportunity for the identification of specific, measurable variables that can be studied further or can be assessed from previous conclusion points (Twill & Buckhesiter, 2009 ). The descriptive approach of analysing situations is sufficient as it provides an opportunity for the researcher to capture a significant amount of information (Kim, Sefcik, & Bradway, 2016) . One of the core advantages in using the quantitative approach in the study is the efficiency of the technique since the results can be gathered, combined, assessed, and compressed to form a conclusion in a short-time span. Moreover, the quantitative approach provides an opportunity for the respondents in the BFSI sector to deliver precise responses, as well as save time in the collection of individual responses. The conceptual framework is depicted in Figure 1 .
Sampling technique
This study used purposive sampling along with a non-probability sampling technique as the technique of selecting samples. Since the researcher has defined the criteria for sample inclusion, only volunteers who were deemed eligible were included in the study. Based on this method, the companies selected for the study were two banks and four insurance companies. One of the banks is private, and the other is public. There are two public sector insurance enterprises and two private sector insurance enterprises. Regarding the selection criteria, the employees selected as respondents were on the permanent and on-roll basis and had been in the firm for at least one year to ensure a higher level of accuracy in the responses. Participants were those who were willing to participate and who completed the entire questionnaire.
Sample size and data collection
A total of 500 questionnaires were circulated across the different organizations, and 470 filled questionnaires were returned. Among the ones returned, 37 were found redundant and were discarded. The final sample size was 433. The researcher used a four-part questionnaire for conducting the survey. The first part included the demographic variables, and in the other, three were an adaptation of pre-validated tools on the three main variables of the study, i.e., WS, OCB, and JP. To collect the data, the questionnaire was physically distributed to the respondents and were collected later.
RESULTS AND FINDINGS
Data analysis was conducted to determine the relationship between the three constructs as identified in the conceptual framework illustrated in Figure 1 . These constructs were workplace spirituality (WS), organizational citizenship behavior (OCB) and job performance (JP).
Evaluating first hypothesis
The regression analysis was conducted via the application of an ANOVA test to determine the impact of workplace spirituality (WS) and organizational citizenship behavior (OCB) on job performance (JP) to determine the first hypothesis. The results of the analysis are presented in Table 1 . The findings demonstrate the significance of the model, whereas Table 2 illustrates the model summary of the impact of WS and OCB on JP.
The model summary presented in Table 2 shows R, R 2 and adjusted R 2 after entry of the independent variables. The value of R was statistically significant from zero. From the results, it can be said that there is a variance of 53% (R 2 = 0.53) in individual job performance.
The results of the current study uncovered a statistically significant effect of workplace spirituality and organizational citizenship behavior on individual job performance. In addition, the beta values showed that both of the predictors made a statistically significant contribution to explaining job performance scores of the participant as presented in Table 3 . The results also indicate that workplace spirituality is statistically significant to explain job performance (standardized beta = 0.28; p < 0.005) and organizational citizenship behavior was statistically significant to the model (standardized beta = 0.51; p < 0.005) ( Table 3) . The pattern of results suggests that slightly more than half of the variability in individual work performance is predicted by WS and OCB of the employees. This finding supports previous research that OCB is related to job performance. Thus, the first hypothesis (H1) is accepted, which states there is a positive effect of OCB and WS on the job performance.
A study of BFSI employees in Iran conducted by Rastgar et al. (2012) found that workplace spirituality had a significant positive influence on organizational citizenship behavior and job performance. In addition, WS and organizational citizenship behavior had a significant positive influence on employees' job performance.
Evaluating second hypothesis
Regression analysis was also conducted for ANOVA results to evaluate the second hypothesis that is the role of organizational citizenship behavior as a moderator between WS and JP. To test the moderating role, the WS was added to the model to explain individual participant's work performance scores. Subsequently, the interaction term and moderator variable were added to the model in order to test the impact of the interaction term.
The results of both the models in evaluating the moderating role of OCB is evaluated as illustrated in Table 4 . The scores of organizational citizenship behavior and workplace spirituality were multiplied to generate interaction term. In addition, there is 40% of the variance in the individual work performance where R 2 = 0.397 as illustrated in Table 6 . On the other hand, there was no statistically significant role of OCB between WS and JP [standardized beta = -.20; p > .05]. The second model showed the significance [F(3,429) = 164.97; p < 0.0005], whereas the interaction term was not able to explain the JP uniquely. Collectively, the results evidence that OCB is not a moderator between WS and JP, whereas only WS can be considered as a predictor for JP; therefore, H2 was rejected.
The results from the analysis suggest that to increase the performance of the employees, an increase of the contextual performance, task performance and productive work is required. Further, it could be necessary to increase the organizational citizenship behavior and promote workplace spirituality. In summary, the findings the organizations need to ensure that the employees are exposed to the practices promote the performance that is based on not sole- ly non-compensated responsibilities, but those that are voluntary. In such way, the employees tend to participate voluntarily and support the organizational functions of both the social and professional nature. This type of work could lead employees to perform insightful, meaningful, and considerate behaviors while also preventing job-related issues for colleagues and co-workers. Finally, it can also be said that the employees should be exposed to a workplace culture that is flexible for workplace spirituality where individuals tolerate inconvenience, support others with compassionate behavior, and have inward awareness. This type of exposure could lead to the perception of significant work as a means to realize transcendence.
Furthermore, most of the study's findings were associated with the literature arguments in the Indian context where workplace spirituality was significant to job performance (Garg, 2017; Krishnakumar & Neck, 2002) . The impact of OCB on job performance was unknown, and this research also explained that there is a significant positive impact of OCB on the job performance of employees. It was also found that workplace spirituality is the moderator for individual job performance, but OCB cannot predict so there is no moderating role of OCB between WS and JP. More importantly, it was found that the WS observed in the context of India was explained by Pandey, Gupta, and Kumar (2016), as well as supported by Pardasani, Sharma, and Bindlish (2014). This congruency was attributed given that the dimensions of WS are practised in the context of India, because it is embedded in the culture as explained by Garg (2017) in the literature.
CONCLUSION
This research was conducted to evaluate the effect of organizational citizenship behavior and workplace spirituality on job performance in the BFSI sector of India, because there is a lack of research in the non-Western setting. The effective sample of the study was 433 respondents through purposive sampling technique. The theoretical foundations were utilized to understand the constructs and to design the research questionnaire for data collection. The literature provided evidence that there is a positive impact of workplace spirituality on the performance of individual and organization. The impact of WS and OCB was evaluated on JP, which was evaluated as the first hypothesis. The findings were obtained using regression analysis that showed a significant positive relationship between of OCB and WS on JP and H1 was accepted. The role of OCB as a moderator was also evaluated, but it was found that OCB does not perform as a moderator between WS and JP so H2 was rejected. The findings can be applied to the BFSI sector to promote a workplace culture for increasing WS by exposing employees to voluntary activities, as it would improve individual performance and organizational performance.
Though the findings of the study are robust and address the gap in the literature, there are certain weaknesses and limitations in the study. Firstly, the employees who participated in the research were not agreeing to disclose their positions. Further, the participants also did not want to discuss any of the organizational aspects to support the qualitative findings. Therefore, the lack of qualitative findings could address the issue of bias that otherwise can be observed due to socially desirable responses. Since there was limited research on the relationship between organizational citizenship behavior and individual performance, future studies of a qualitative nature could be focused on this context. In addition, future research might utilize instruments in a different setting to increase the generalizability of the findings.
